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Americans with Disabilities Act Amendments Act

Demystifying the ADAAA  
reasonable accommodation process 

As a result of The Americans with 
Disabilities Act Amendments Act 

(ADAAA), which became effective in 2009, 
more individuals now qualify for workplace 
accommodations. Understanding ADAAA 
complexities and implementing standardized 
procedures is essential to meeting employer 
obligations. The following offers some 
practical tips on how employers can navigate  
the reasonable accommodation process.  
 

What is reasonable under the law?

ADAAA regulations were established to help 
prevent workplace discrimination of individuals 
with disabilities. One challenge for employers 
lies in determining what constitutes a disability 
under the ADAAA and what accommodations are 
“reasonable” under the law. 

 
 

Four interactive steps to aid compliance

The Equal Employment Opportunity Commission 
(EEOC) recommends employers engage in 
a four-step interactive discussion with the 
employee to identify barriers and appropriate 
solutions. This approach streamlines the 
accommodation process and helps employers 
comply with the ADAAA:

1   Recognize accommodation requests;  
if unsure, seek clarification 

2   Begin processing requests immediately 
upon receipt

3   Centralize management of accommodation 
process

4   Document each step of the process

Example of reasonable accommodation: 

A cashier diagnosed with lupus becomes easily 
fatigued and struggles with working her entire 
shift. The employee requests a stool to help 
manage fatigue. This accommodation is 
considered “reasonable” because it removes a 
workplace barrier and enables the employee to 
perform her job effectively by sitting down.1  

A “reasonable accommodation” 
is a modification or adjustment  
to a job, work environment, 

or work process that helps a qualified 
individual with a disability enjoy equal 
opportunity employment.
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Prematurely ending the interactive process because no reasonable 
accommodation would enable the employee to perform essential  
job functions.

Consider alternatives, such as part-time work, position reassignment,  
or leave of absence as a form of accommodation.

Assuming a job function is essential because the employee’s  
manager says so.

Evaluate the frequency and importance of the task in question and determine 
whether other employees in a similar position can perform the function.

Sharing details of an employee’s disability with inline managers.

An employee’s manager only needs to know the nature of the accommodation, 
except when a disability impacts employee/manager interactions.

Failing to consider the relationship between the ADA and other laws.

If an accommodation request is denied under the ADA, an employer may be 
required to offer provisions under the Family and Medical Leave Act (FMLA).

Dismissing an accommodation request as unreasonable.

Even if a supervisor may be correct in his/her assessment, employers must 
engage in the interactive process to demonstrate best effort under the ADA.

Ten common barriers and potential solutions  
to reasonable accommodation2
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“ Many employers go above and beyond  
what is legally required to get employees  
back to work.”  

 –  Frank Alvarez, Esq., Senior Partner 
JACKSON LEWIS
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The Hartford does not provide legal advice related to ADA compliance. The information contained herein is not to be construed as 
legal advice and is informational only. For legal advice, please contact the counsel of your choice.  

The Hartford® is The Hartford Financial Services Group, Inc. and its subsidiaries, including issuing companies Hartford Life Insurance 
Company and Hartford Life and Accident Insurance Company. Policies sold in New York are underwritten by Hartford Life Insurance 
Company. Home Office of both companies is Simsbury, CT.

1  http://www.eeoc.gov/policy/docs/accommodation.html, viewed on 1/17/13.

2   From one of The Hartford’s ADA 2012 Webinars. Presented by Jana Burke, PhD, Rocky Mountain ADA Center, viewed on 4/1/13.
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Reasonable solutions begin with knowledge

To learn more about workplace accommodations and the ADAAA, visit  
www.thehartford.com/employee-groupbenefits/absence-insights.

Exceeding legal requirements by eliminating essential functions. 

Eliminating essential functions, even for limited periods, can make it harder 
to reinstate them. Clearly communicate and document time limits and 
parameters when making such an accommodation.

Failing to document the interactive process. 

An accommodation request that is denied and not documented can expose 
employers to significant liability risk.

Failure to engage in the interactive process because the employee’s 
request doesn’t include specific ideas.

An employer must identify potential accommodations, even if an employee 
doesn’t offer any. Utilizing outside professional resources can help.

Considering performance in a reasonable accommodation decision.

An employee’s performance cannot determine accommodation 
eligibility. At the same time, a disability cannot be used as an excuse  
for unfavorable performance.

Defining hardship too broadly.

The costs associated with reasonable accommodation rarely pose undue 
hardship for organizations. The ADA evaluates cost relative to business 
revenue, not the employee’s compensation.


